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This study explored the strategic role of mid-level managers in the implementation of 
organisational learning. By focusing on public sector organisation, this study attempted to 
bring new insights to the body of knowledge. The present study also investigates the 
learning process of the organisation. This research adopts the interpretive research 
approach to acquire an in-depth understanding of the phenomenon of the organisational 
learning process in public sector organisation. Purposive sampling method was used where 
informants were chosen based on their organisational position and job description. 
Eighteen informants were taking part in this study, where they were from a different 
educational background. Empirical data for this study were collected through semi-
structured interviews and documentary analysis, where the researcher also employs his 
reflexivity to observe the deep-rooted phenomenon of the research theme in the study 
location. The data were analysed using a qualitative content analysis approach. Findings 
from this study revealed that organisational learning process in public sector organisation 
obtained a new look through several reform initiatives by the government and organisation 
itself; also mid-level managers are playing the central role to acquire, disseminate and 
retain knowledge in the organisation by their strategic role in the organisation. This 
research may be a guideline for the learning and development practitioners in the 
organisation. In particular, the study tends to enrich new ideas in human resource 
development practices from the viewpoint of Bangladeshi context as well it will be a guide 
for the mid-level managers to become the learning agent for their respective organisation.    
Keywords: organisational learning, strategy implementation, mid-level manager, public 
sector organisation.  
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Peranan Strategik dalam Pelaksanaan Pembelajaran Organisasi di kalangan Pengurus 
Pertengahan di Bank Pertanian Bangladesh 
ABSTRAK  
Kajian ini meneroka peranan strategik pengurus pertengahan dalam pelaksanaan 
pembelajaran organisasi. Dengan memberi tumpuan kepada organisasi sektor awam, 
kajian ini cuba membawa wawasan baharu kepada badan pengetahuan. Kajian ini juga 
menyiasat proses pembelajaran organisasi. Kajian ini menggunakan pendekatan 
penyelidikan interpretasi untuk memperoleh pemahaman yang mendalam tentang 
fenomena proses pembelajaran organisasi dalam organisasi sektor awam. Kaedah 
pensampelan purposif digunakan di mana para pemberi maklumat dipilih berdasarkan 
kedudukan organisasi dan keterangan kerja. Lapan belas informan telah mengambil 
bahagian dalam kajian ini, di mana mereka berasal dari latar belakang pendidikan yang 
berbeza. Data empirikal untuk kajian ini dikumpulkan melalui wawancara separa 
berstruktur dan analisis dokumentari, di mana penyelidik juga menggunakan refleksiviti 
untuk melihat fenomena mendalam dalam tema penyelidikan di lokasi kajian. Data 
dianalisis menggunakan pendekatan analisis kandungan kualitatif. Penemuan dari kajian 
ini mendedahkan bahawa proses pembelajaran organisasi dalam organisasi sektor awam 
mendapat pandangan baharu melalui beberapa inisiatif pembaharuan oleh kerajaan dan 
organisasi itu sendiri; pengurus pertengahan juga memainkan peranan utama untuk 
memperoleh, menyebarkan dan mengekalkan pengetahuan dalam organisasi dengan 
peranan strategik mereka dalam organisasi. Penyelidikan ini mungkin menjadi garis 
panduan untuk pengamal pembelajaran dan pembangunan di dalam organisasi. Kajian ini 
cenderung untuk memperkayakan idea-idea baharu dalam amalan pembangunan sumber 
manusia dari sudut pandangan konteks Bangladeshi dan ia akan menjadi panduan kepada 
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pengurus peringkat pertengahan untuk menjadi ejen pembelajaran untuk organisasi 
masing-masing. 
Kata kunci: pembelajaran organisasi, pelaksanaan strategi, pengurus peringkat 
pertengahan, organisasi sektor awam. 
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1.1      Introduction 
Organisational learning (from now on referred to as “OL”) has become an integral part of 
most of the organisations and contributing immensely to meet new challenges in today’s 
world of competitiveness. Organisation’s effectiveness and success depend on the embedded 
culture of learning atmosphere. OL is a crucial aspect that must occur in most of the 
organisations in order to attain the desired objectives and goals. Furthermore, OL is regarded 
an essential component of strategic management of the contemporary organisation; public 
sector organisations (from now on referred to as “PSO”) are not apart from this trend (Visser, 
& Togt, 2015). Also, employees need to learn interpersonal relations and be able to handle 
stress, conflicts, and activities, including developing an OL culture through which they can 
improve their knowledge and skills. In other words, OL is quite often necessary for new and 
existing workers to allow them to adapt to new skills or jobs that are rapidly and consistently 
changing with the influx of new technologies.  
Nowadays, organisations perceive OL not only as an investment to improve employees’ 
capabilities and competencies so that they would perform their job functions better but also 
as a connecting tool to improve behaviours and job performance leading to increased 
organisational effectiveness and organisational performance. This chapter offers the basic 
conceptualisation of the present study to the reader. It comprises the background of the study, 
statement of the problem, objectives of the study, research questions, and significance of the 
study. Definitions of key terms used throughout the study are elaborated as well. This chapter 
will introduce and present an overview of the study. 
2 
 
1.2      Background of the Study  
Sustainability in business refers to adapting to the changing atmosphere in the age of 
globalisation (Tseng, & Lin, 2011). Maden (2012) emphasises that researchers and 
practitioners identify OL as the most effective and efficient tool for adapting and advancing in 
the change process. Human resource development (HRD) regards OL as the key driving force 
to address the area of changing the organisational environment in terms of learning set in 
practice, learning dimensions, and the roles of learning. Accordingly, as an evolving and 
incremental field of debate, organisational scientists have been emphasising on OL for a long 
time. Specifically, OL receives enormous emphasis as a field of research as evidenced by the 
growing number of reviews on the field and the constantly growing output in books and 
journals (e.g., Argote, 2011; Rashman, Withers, & Hartley, 2009; Shipton, 2006).  
The process of OL has a vast influence on organisational behaviour, which unveils a 
new dimension of human interaction in the modern organisation. OL is the process of 
acquiring and developing new knowledge to enhance organisational competencies in a 
competitive atmosphere (Cummings, & Whorley, 2014). Senge (1990) posited that learning in 
organisations entails continuous testing and transformation of experiences into knowledge 
relevant to the core purpose of the whole organisation. Therefore, OL is both a process and an 
outcome (Levitt, & March, 1988) and connects cognition to action (Crossan, Lane, & White, 
1999). Through OL process, organisations build an understanding and elucidation of their 
environment to strategically plan for their desired outcome, enabling them to achieve specific 
objectives. Viable strategic options are being considered through the process of OL (Beer, 
Voelpel, Leibold, & Tekie, 2005).        
